Behavioral Event-interview was adopted to interview 30 college middle-level managers, half of which are the college institution middle-level managers and the others are the academy college middle-level managers. All interviews were transcribed into text content and encoded according to Dictionary of Competence Encoding. College middle-level managers' competency model was constructed on the basis of quantitative analysis of the interview data. The conclusions are: (1) the competency characters are: achievement motivation, service-oriented, team leadership, self-confidence, organization commitment, decision making, ability to analyze information and adhering to principles. (2) College institution middle-level managers and academy college middle-level managers have significant differences in the five characters.
Introduction
Competency characters refer to the individual's potential and deep-level characters which can be distinguished between the superior performers and the ordinary performers at a work (or organization, culture). It can be a motive, personal quality, self-image, attitudes or values, knowledge and cognition of a certain field or behavioral skills -any individual character that can be reliably measured or counted, and can be significantly distinguished between the superior performers and the ordinary performers. Spencer(1993) [1] Competency Model refers to the sum of competency characters that are needed in a particular task. It reflects all the important behavior, skills and knowledge that affects the individual success in a certain post and is often used as a workplace tool. It can help to recognize the needed job competence, the advantages and the realm to be improved and further study, professional growth and development, etc.
Research on competency can be dated back to Taylor's research on scientific management. The However, most of the studies focused on enterprises and other profitable organizations managers. Compared to the relatively mature study and application in corporations, application of competencybased management in Chinese institutions lays behind and is in the period of exploring and developing. Few studies were about college middle-level managers competency. Middle-level managers play a role in connecting the leadership and the underling at Chinese colleges and universities. Their whole quality directly affects the quality of education at colleges and universities. This study is to explore the College Middle-Level Managers Competency Model by using the classical competency model construct methodbehavior and event-interview method, which is expected to enrich theoretical research on competency model in China and provide theoretical basis for the selection, assessment and training of college middle-level managers.
Method 2.1. Participants
Three middle-level managers were randomly selected as the pre-study objects. According to the performance criteria, 30 college middle-level managers were selected from three universities in Shandong province, half of which are highperformance group and the others are ordinary-performance group. In highperformance group, 8 are institution middle-level managers and 7 are academy middle-level managers while in ordinaryperformance group, 7 are institution middle-level managers and 8 are academy middle-level managers 2.2. Sampling strategy 15 high-performance college middle-level managers and 15 ordinary-performance college middle-level managers are selected, half of which are college institution middle-level managers and college academy middle-level managers, respectively. Tri-angel assessment method was used to select 30 college middle-level managers from three universities in Shandong province. The ratio of college institution middle-level managers to college academy middle-level managers was appropriate. 10 high-performance participants and 10 ordinary-performance participants were selected as sample 1, the others as sample 2. Sample 2 is used to test the acrossvalidity of the competency characters.
Method
Behavioral Event-Interview Method was adopted.
Results

analysis of interview length
Compare the interview length between the two different performance groups in sample 1, we found that the mean of the interview words was 6365.10 and the mean of interview time was 69.60 minutes in high-performance group while the mean of interview words was 5555.10 and the average interview time was 64.10 minutes in ordinaryperformance group. Difference test was made between the interview length of the two groups, the significance  is above 0.05, and there is no statistical significance. So the interview length will not affect the statistical competency difference.
The correlation analysis on the total frequency, the average scores, the highest rating score of the 20 texts with interview length showed that the use of the average rating score was comparatively stable. So in this study the average rating score was used as the criteria.
Reliable analysis on the competency assessment
According to Dictionary of competence encoding, the consistency of two appraisers encoding of the same text is the important factor affecting the reliability of competency characters assessment method and is the important index of the reliability and objectivity of the coding results. In this study, classification consistency coefficient, coding reliability coefficient and Person-related coefficient were used to probe the consistency of the two appraisers and to confirm the reliability of the competency characters assessment method.
Consistency and Reliability Coefficient of Coding. The consistency coefficient between the two appraisers' coding classification of the 20 interviewees is from 0.316 to 0.689, and the total consistency coefficient is 0.536. The coding reliability coefficient is from 0.480 to 0.816 and the total reliability coefficient is 0.698. Compared to the previous studies, the consistency coefficient and the coding reliability coefficient are reasonable.
Correlation Coefficient. Person correlation coefficient of the two appraisers' coding frequency, mean scores and the highest rate score of each interviewee was calculated and was used to further assess consistency between the two appraisers. Results showed the two appraisers correlated with each other significantly in coding frequency, the mean rating score and the highest rate score of 38 competency characters. Frequency, average rating and the highest rate score respectively had 5 competency characters items between which there was no significant correlation. This showed that the two appraisers' encodings were consistent.
Competency Difference Test
Average scores as the index, differences in every competency character between the high-performance group and the ordinary-performance group were compared to test the significance. Table 1 shows the results. Table 1 shows that the high-performance group and ordinary-performance group have significant differences in eight competency characters. It accords with Spencer's principle of testing validity of competency characters: if the score of high-performer is higher than the ordinary one, the validity of the competency characters model can be confirmed. This study probed the college middle-level managers competency characters model by testing differences of the encoded average rating scores between the two groups. This model included 8 factors: achievement motivation, service-oriented, team leadership, self-confidence, organizational commitment, decision making, information analysis capabilities and adhering to principles.
Test of Competency Characters
Sample 2 was used to test the crossvalidity of the competency characters and to see whether the constructed competency characters model was suitable for sample 2(analyst didn't know which was from high-performance group or ordinary-performance group). First, Compare the interview length between the two different performance groups in sample 2 (5 from highperformance group, five from ordinaryperformance group), we found they had no significant difference in interview words and interview time. This meant that interview length didn't affect the competency characters difference between the two groups. Then the 8 distinguishable competence characters got from sample 1 was tested in sample 2 and results show the two groups have significant differences in the 8 characters, that is to say, the scores of high-performance group is significantly higher than the ordinarygroup, which proved that the selected characters were effective.
the Construction of College MiddleLevel Managers Model
Consulting Dictionary of Middle-Level Managers Competence Encoding and the relevant studies on party and government leaders competency, college academy middle-level managers competency and college intellectuals competency, we designed college middle-level competency characters check-up form and interviewed 98 college middle-level managers in Shan Dong province and asked them to select 10 to 15 most important items from the 47 items and to rearrange order according to the frequency. We first identified the significantly different competency characters based on the t-test results of the interview data. Together with the frequency analysis results from competency characters check-up form, we confirmed the common competency characters of the high-performance group and ordinaryperformance group and built the college middle-level managers competency model. Table two shows the specific competency characters. 
Comparison of the Competency Characters Differences between the Two Groups
T-test of competency characters of college institution middle-level managers and college academy middle-level managers in sample 1 indicates they have significant differences in achievement motivation, interpersonal communication, language expression, forward-thinking, as well as the characteristics of the financial management capacity. T-test of sample 2 shows the same results, which confirms the conclusion from sample 1.
Conclusion
Following the traditional competency model and using the behavior and event interview, the study built the college middle-level managers competency model. The main findings were listed as follows:
(1) High-performance group and ordinary-performance group of college middle-level managers have no significant differences in the interview length and the total coding competency of frequency. The construction of the interviews is reasonable. There is a high positive correlation between the total coding frequency of competence and interview length; the high-performance group and the general performance group have significant differences in the total coding frequency of competence.
(2) Reliability and validity of coding. the consistency coefficient of the two appraisers' classification of the competence characters is 0.536; The total coding reliability coefficient is 0.698; Personcorrelation of the competency frequency, the average rating scores and the highest rate score is significant; all reliability studies have shown that the competency characters assessment methods are reliable; Sample two were used to validate the across-validity, results showed the crossvalidity is good.
(3) The Competency characters of college middle-level managers are as follows: achievement motivation, serviceoriented, team leadership, self-confidence, organizational commitment, decision making, information analysis capabilities and adhering to principles.
(4) A competency difference test between college institutions middle-level managers and college academy middlelevel managers have shown they have significant differences in five characters: achievement motivation, interpersonal communication, language expression, forward-thinking, as well as the characteristics of the financial management capacity.
